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Introduction: ICOACHGIRLS

Research shows that women and girls face multiple challenges to participate in sport and
physical activity. For example, the gendered nature of sport, a lack of female role models and
unequal provision all hinder girls’ ability to participate. Girls in the EU across a broad range of
sports and countries, are four times less likely than boys to engage in organised sport (Emmonds
et al., 2021). By not participating, girls are missing out in all the potential physical, mental, social
and professional benefits of regular physical activity. Importantly, early negative experiences of
sport, physical education and physical activity during the primary school years contribute to
girls’ lower levels of activity.

ICOACHGIRLS (ICG) is an Erasmus+ funded project, which is part of the larger [ICOACHKIDS (ICK)
family. ICOACHGIRLS has two key objectives:

1) To increase physical activity and sport participation among primary school age girls

2) To increase the number, competence and confidence of female coaches.
The key targets linked fo these objectives are as follows:

Obijective 1:

e Creation of 35 ‘Girls Play Centres’ across 6 countries

e 1050 primary school age girls attending the sessions

e 350 sport and physical activity sessions delivered

e 95% satisfaction among girls and parents

e 50% of girls transitioning into regular physical activity on completion of the 10
week programme

Obijective 2:

e 70 Head Coaches appointed to run the ‘Girls Play Centres’

e 350 newly qualified or new-to-coaching female coaches completing a ‘Come
into Coaching’ course and attending the ‘Girls Play Centres’ to receive mentoring
from Head Coaches

e 95% satisfaction among Head Coaches and mentee coaches

* 95% of coaches improve their coaching competence

e 80% of coaches improve their confidence to lead coaching sessions



We recognise that long-term participation is crucial for girls to receive the benefits of sport and
physical activity as outlined above. Therefore, through the delivery of the play centres, we will
aim to support girls in developing their physical literacy. Physical literacy encompasses three
inter-connected domains: cognitive - knowledge and understanding; affective - motivation and
confidence; and physical - competence (Sport Ireland). ICOACHGIRLS will aim to positively
influence primary school age girls across these three domains and support them to become
more physically active over the long term.

PHYSICAL
LITERACY

Physical
Competence

Physical Literacy Domains (Reproduced with the permission of Sport Ireland)



Women in Coaching: Removing Barriers to Start and Stay

Hi Coach!

This guide is designed to facilitate the creation of the ICOACHGIRLS programs that support
women in coaching, by providing nine elements relating to women in coaching for delivery
partners to consider. These elements are not meant to be overly prescriptive - they are purposely
generic as they are meant to be applied in relevant ways across national and local contexts.
However, the overarching elements should be considered in the design of programs focusing on
female coaches.

This guide is, in alignment with other guides of ICOACHGIRLS programs, structured around the
Youth Sport Compass', a tried and tested framework that provides direction on how to create a
positive and safe sports climate. It is built on four evidence-based pillars: the development-
oriented, the motivational, the caring and the socially safe climate. Attention must be paid to all
four pillars in order to achieve the best climate in youth sport. This approach is considered useful
for creating an optimal climate for women in coaching as well.

In this guide, each element is intfroduced and explained, and brought to life with some practical
recommendations. We start by introducing the Youth Sport Compass and then map the 9 women
in coaching elements onto this compass.

The 9 women in coaching elements are:

DEVELOPMENT-ORIENTED
1. Focus on empowering female coaches

2. Provide clear pathways for development

MOTIVATIONAL
3. Offer support and remove barriers

4. Use role-models

CARING
5. Support relationships and networks
6. Provide mentoring programs

7. Help administrators to understand female coaches’ needs

SOCIALLY SAFE

8. Create a positive and inclusive environment

9. Resist biases and stereotyping



The Youth Sport Compass

The Youth Sport Compass is a great tool to help us think about how to create an optimal climate
in youth sport. This will support children and coaches alike to feel welcomes, valued and safe
within sport and physical activity.

DEVELOPMENT-ORIENTED MOTIVATIONAL
Helping coaches reach their full potential, by Ensuring coaches become and remain
involving them within appropriate activities that motivated, and understanding the importance
are aligned with their experience level of positive feedback

CARING SOCIALLY SAFE

Ensuring coaches have sufficient support and
care, understanding and seeing each person as
a unique individual

Creating a safe environment, where coaches
feel respected and secure in all social
interactions

For more information, please see the following videos:

The Youth Sport Compass
The Making of the Youth Sport Compass

In the next image, we map the ICG Women In Coaching elements onto the Youth Sport Compass.
Although some ICG elements may fit across multiple areas of the compass, we have shown
where they most closely align.



DEVELOPMENT-ORIENTED MOTIVATIONAL

Focus on empowering female Offer support and remove barriers

coaches
Use role-models

Provide clear pathways for
development

CARING SOCIALLY SAFE
Support relationships and networks Q’/P/ ds—)" Create a positive and inclusive
Yo So(,\P‘\’ environment

Provide mentoring programs

- Resist biases and stereotyping
Help administrators to understand

female coaches’ needs

It is also important to consider how practice works on different scales. Programs and their
activities can target issues on different levels:

e Micro level: ‘on the ground’, what’s happening on the
playing field including children and coaches’
interactions.

e Meso level: ‘at the club’, about the club policies and
strategies, interaction with parents, coach recruitment,
education, development and support.

e Macro level: policy-makers, sport association, (local)
government.

We now turn our attention to the 9 specific women in coaching elements which will help you
remove barriers for women in coaching. This is not intended to be a prescriptive list, and as such
they are purposively broad and generic. However, we do offer some illustrative examples across
micro, meso and macro to bring these elements to life.



1. Focus on empowering female coaches

The self-perceptions of female coaches often act as a barrier. Research shows some women
have low self-efficacy, low perceived confidence and competence, and generally believe they
are not qualified for the position, even when they possess a high degree of athletic and coaching
capital.

Programs focusing on the empowerment of female coaches can support women to become
and/or remain active as a coach. It can make them more confident and resilient to ‘own’ their job
as a coach and to live up to their fullest potential.

Self-care and self-love have been identified as two essential leadership skills and should be part
of an empowerment program. Positive coaching has been identified as an important ingredient
as well while emphasizing on the unique qualities of specifically female coaches.

Recommendations

MICRO LEVEL
e Acknowledge female coaches’ specific needs

e Use positive coaching as part of the empowerment program

MESO LEVEL
e Help staff understand how to empower female coaches
e Provide empowerment programs for female coaches

e Support male coaches and administrators understand how to actively support and
mentor female coaches

MACRO LEVEL
e Promote empowerment activities

e Develop empowerment programs for female coaches



2. Provide clear pathways for development

Visible, clear and credible pathways for progression and continued support for each stage of
development/career are needed to increase the number of female coaches in sports. A strong
learning culture within an organization, including the creation of ongoing opportunities to learn
and collaborate is recommended for female coaches to progress.

Organizations that recognize female coaches’ efforts and provide financial assistance for
professional development, appeal to both potential and experienced female coaches. This is
especially true when it includes female-only coach education (run by women), when women are
offered pro-active feedback and recognition about coaching performance, and when coaches
are involved in participatory decision making and mentoring opportunities.

Recommendations

MICRO LEVEL

e Acknowledge female coaches’ specific needs

e Emphasis on the development of female coaches

e Provide legal training/advise for women in relation to contracts and negotiations

MESO LEVEL
e Create opportunities for female coaches to develop (i.e., apprenticeships)
e Create transparent career pathways

e Take control in the recruiting process to create sufficient opportunities for female
coaches

e Offer opportunities for employment within men’s sports

MACRO LEVEL
e Use policies of positive discrimination (i.e., women quota)
e Develop a fair recognition system (e.g., equal salaries, equal status)

e Reward organizations that hire women for coaching and leadership positions



3. Offer support and remove barriers

An overarching theme to get more female coaches involved and retain them in sports revolves
around appropriate support. Appropriate support from any social agent appears to facilitate a
woman's coaching career. Specifically, developing a sense of relatedness with coaching
colleagues is positively received. Moreover, the encouragement from parents is important when
starting out on a coaching journey - some coaches interpreted parental support as meaning that
coaching was considered a ‘normal’ career for women.

Unfortunately, female coaches face multiple and interwoven barriers that make sustaining a
career in coaching challenging. Together, these barriers account for the historic stagnation of
the percentage of women coaches. Identifying unique barriers together and developing support
for female coaches at different competitive levels, and for female coaches experiencing critical
windows across the coaching career (e.g., entering coaching, burnout, getting married, having
children, changing jobs from assistant o head coach, revealing their sexual orientation) is
recommended to support and create better opportunities for female coaches.

Recommendations

MICRO LEVEL
* Encourage women to coach

e Provide positive feedback

e Consult female coaches about their needs and preferences

e |dentify and remove barriers together

MESO LEVEL
e Encourage and create a supportive environment for female coaches
e Develop female friendly and family friendly policies

e |dentify and remove barriers together

MACRO LEVEL

e Create awareness-raising programs that help administrators be more supportive of
female coaches’ issues.

e Use role-models for administrators to support female coaches



4. Use role models

Foremost, young women want and need strong, confident same-sex role models, who positively
affect their self-perceptions and make it more likely they will start and stay in coaching. Existing
stereotypes can be very difficult for women in sport to overcome. As such it is important to
demonstrate positive female role models within the sporting context that can inspire (young)
women to become and stay as a coach.

Specifically, the quality of female coaching role models contributes to coaching self-efficacy
and interest in coaching. This suggests that the quality of female coaches may be more
important than the actual number of role models in increasing coaching self-efficacy beliefs and
coaching interests.

Recommendations

MICRO LEVEL

e Ensure there are enough female coaches acting as role models

e Find suitable male allies to champion women in coaching

MESO LEVEL
e Acknowledge that young women need same sex role models

e Identify and promote role models for female coaches (prioritize quality over quantity)

MACRO LEVEL
e State explicitly that you want more female coaches to be involved
e Promote females in coaching in any way

e Identify and promote role models for female coaches (prioritize quality over quantity)



5. Support relationships and networks

In general, it is important to female coaches to develop a culture of care where they feel known,
needed, valued, heard, and that they belong. A specific way of facilitating women in coaching is
supporting relationships and networks.

Building relationships and networks are important for female coaches to resist loneliness, feeling
like a fraud, or sensing exclusion. Gaining advice from a trusted colleague can be important,
because female coaches do not always feel that they have someone in their organization with
whom they could meaningfully converse. A sense of community can harness feelings of
belonging, motivation, optimism and resilience.

Female coaches indicate that having an (in)formal network of other female coaches helped
many persist in their career.

Recommendations

MICRO LEVEL

e Create time for socializing between (female) coaches
e Provide activities to create connections and support networks

° Encouroge new contacts

MESO LEVEL
e Provide (side) events to support relationships and networks

e Provide space and opportunities to support relationships and networks

MACRO LEVEL

e Promote coaches’ networks through various communication means



6. Provide mentoring programs

Mentoring programs can be a strong tool to develop and empower all coaches, but research
suggests this is particularly important for female coaches. Mentoring sessions can play a
significant role in their feelings of belonging and support in the field of coaching. Mentorship is
important for helping and developing female leaders, building relationships to resist loneliness,
and nurturing resilience through community.

Although both women and men can act as mentors, mentoring programs run by female role-
models are recommended since it seems that female coaches who are coached by a woman are
more likely to persist in the coaching profession, especially in their early coaching careers.

Recommendations

MICRO LEVEL

e Acknowledge that female coaches have specific needs

e Provide mentoring programs for female coaches

MESO LEVEL
e Educate mentors coaches about female coaches’ preferences and needs

e Emphasize on the recruitment of female mentors

MACRO LEVEL

e Develop and promote mentoring programs



7. Help administrators to understand female coaches’ needs

Many sport and physical activity contexts have been traditionally dominated by men, and
therefore a more masculine culture has developed over time which may pay less attention to the
needs of girls and women. This needs to be considered when aiming to increase the number of
female coaches.

A successful program to promote women in coaching needs administrators that acknowledge
female coaches have different needs compared to men, have knowledge about these needs and
act accordingly. Athletic administrators are very important in supporting female coaches
achieve and maintain work/life balance in their careers.

Within this education, a strong emphasis should be placed on how to enhance female coaches’
beliefs about their own competence as a coach and to strengthen their confidence to overcome
barriers.

Recommendations

MICRO LEVEL
e Acknowledge that female coaches have different needs and act accordingly

e Interact with female coaches about their needs and preferences

MESO LEVEL
e Educate administrators about female coaches’ needs and preferences

e Provide tools to administrators to empower their female coaches

MACRO LEVEL

e Create educational programs for administrators including empowerment tools



8. Create a positive and inclusive environment

The atmosphere and culture within a certain sport or physical activity context is crucial to ensure
women coaches feel a sense of belonging. Unsurprisingly, women like to feel welcome and
encouraged. It is very important for women that they feel as though they are treated as equal.

Unfortunately, exposure to discrimination, harassment, gender bias, homophobia, stress,
pressure to perform, and the constant scrutiny that comes with coaching cause many women to
burn out and quit the profession. This is particularly true for women coaches of colour, who are
dramatically underrepresented in coaching positions. The male-dominated and masculine
nature of sport spaces often made women feel like intruders, unwelcome, not taken seriously,
and even humiliated. Therefore, it is important to create a positive, inclusive and welcoming
environment. Everyone is responsible for the creation and maintenance of this socially safe
environment, which needs to champion women in coaching and call out unequal or
discriminatory behavior.

Recommendations

MICRO LEVEL

e Ensure everybody feels welcome and encouraged
e Specifically show that female coaches are welcome
e Ensure a socially safe climate

e Be aware of stereotypes and reformulate/rethink them together

MESO LEVEL

e Include policies ensuring a positive and inclusive sports climate and safeguarding in
sports

e Value diversity authentically

MACRO LEVEL
e Be explicit, intentional and unapologetic in communicating an inclusive culture
e Create benchmarks for a positive and inclusive sports climate

e Create benchmarks for safeguarding in sports



9. Resist biases and stereotyping

A specific aspect of creating a positive, inclusive and welcoming environment for female
coaches is resisting and challenging outdated stereotypes. Women in coaching are often met
with stubborn stereotypes about their suitability and confidence to coach. As with many aspects
of sport, coaches are often deemed to need masculine qualities - such as assertiveness,
leadership skills and emotional control. On an individual level, women can be disregarded if they
do not show these qualities, and deemed as a poor coach. Conversely, when they do show these
traits they can be chastised or insulted, because they are deemed to be too masculine. On a
macro level, these stereotypes harm the entry of many women into the coaching profession.
When the low percentage of women coaches is raised, it is often accepted because it is deemed
to be normal or natural. However, it is important to refrain from blaming women and
perpetuating myths about the lack of female coaches as ‘just the way it is’.

Recommendations

MICRO LEVEL
e Acknowledge and address personal bias

e Be aware of stereotypes and reformulate/rethink them together

e Resist blaming women for the lack of women coaches

MESO LEVEL
e Value diversity authentically
e Explicitly state the intention of hiring women

e Be aware of stereotypes and reformulate/rethink them together

MACRO LEVEL
e Create a consistent and strong culture of valuing women

e Be explicit, intentional and unapologetic in communicating an inclusive culture



Other considerations

In addition to the 9 elements, we like address some issues that are important to create successful
programs for women in coaching.

First, it is recommended to use a multicomponent strategy. This entails a program focusing on
more issues parallel to each other. It appears that the more ‘green lights’ that can be established,
the higher the chances to increase the number of female coaches on all levels.

Second, although it was intended to provide 9 general elements, it must be acknowledged that
not all female coaches and contexts are the same. In practice, we deal with young and older
women with different contexts and backgrounds. Preferences and needs likely vary between
different individuals and groups. For that reason, it is recommended to create tailor-made
approaches to find the best solutions within a certain context.

Third, increasing the number of female coaches entails a change in culture within the context of
sport. This requires a long term approach in which the continuous search for connections
between people should be centralized.

As previously mentioned, this guide is designed to facilitate the creation of the ICOACHGIRLS
programs that support woman in coaching, by providing 9 elements. The elements are not meant
to be overly prescriptive - they are purposely generic as they are meant to be applied in relevant
ways across national contexts. When more information or guidance is required, please contact
the project lead Dr. Ruth Brazier: r.brazier@leedsbeckett.ac.uk



Glossary of Terms

Elements — refers to particular elements which are specific to encourage more girls to
participate in sport and physical activity

ICOACHGIRLS — A specific project within the ICOACHKIDS Global Movement, which recognizes
that girls may face additional challenges to participate in sport and physical activity, and aims
to support more girls in overcoming these barriers

ICOACHKIDS — A non-profit global movement to help kids get the most out of sport. The online
platform gives youth sport coaches the knowledge and tools to share and learn from one
another

Micro, Meso, Macro — different levels of impact from individual (micro), organizational (meso)
and regionally/nationally (macro)

Physical Activity — refers to all movement and exercise that causes a person’s body to work
harder than normal. This can include sport, but also less organized activities such as walking,
active play, skipping and jumping. It is recommended that children get at least 60 minutes of
physical activity a week

Play Centre — refers to the specific activity centers which will be designed, delivered and
evaluated through ICOACHGIRLS

Physical Literacy - Physical literacy is the motivation, confidence, physical competence,
knowledge and understanding that enables a person to value and participate in physical activity
throughout life

Principles — refers to the 10 principles in the ICK pledge

Sport — refers to organized games and activities in which teams or individuals compete within
the boundaries of defined rules (e.g. football, basketball, cricket, netball etc.)
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The Making of This Guide

Authors:
Dr. Irene Faber, Professor Nicolette Schipper-van Veldhoven, Dr. Ruth Brazier and Professor
Sergio Lara-Bercial.

Methods:

Electronic database searches were conducted in PubMed and Springer Link. The search was
limited to peer-reviewed systematic reviews published in English from January 2008 until the 1st
of March 2023. Search terms for all databases were ‘female coach(es)’ AND spori(s). Articles
were included if 1) focused on female coaches in sports and 2) included information about
factors promoting/facilitating and/or preventing/hindering to recruit, hire and/or retain female
coaches in sports. Duplicate articles and articles without full-text access were excluded. Titles,
abstracts and full-text articles were screened by one researcher (IF). In addition to the systematic
search in databases, also a hand search was conducted using Scholar Google for additional
findings.

Results:

The search in Pubmed and Sprinker Link yielded 19 and 47 hits, respectively. After screening 5
studies were included from Pubmed and 1from Springer Link. The hand search in Google Scholar
yielded another 15 (17) articles. See table 1 for an overview of the included studies.

First author Publication

F
(Database) year SCES
Adom- 2022 Thus, the purpose of this research essay is to highlight the unexplored
Aboagye (PM) dynamics of women in sport coaching in scholarly research.

Using the literature on barriers, identity salience, Black feminist theory and
critical race theory discussed above to work toward a critical race feminist
approach, the current study was guided by the following research
questions:

1. What barriers do Black female assistant coaches perceive limit
Borland (GS)  [2010 their opportunity to interview for and obtain head coach
positions?

2. How can/do these barriers impede Black women in pursuing
leadership positions?

From the perspective of Black women in athletics, how can these barriers
be addressed?

The aim of the present study was to explore the lived experiences of
Clarkson (GS) 2019 women head coaches to identify the extent that gender influences the
English football workplace.

This article utilizes the work found within the special issue to note that
sport as an institution still serves to produce, reinforce, and perpetuate
male hegemony. However, it additionally argues that the collective works

Fink (SL) 2008 .
point to

progress in some areas of sport. It highlights the ideas for future research
regarding sex and gender diversity in sport and notes that these concerns




are often situated in multi-level, sometimes subtle, and usually taken-for-
granted structures, policies, and behaviors embedded in sport
organizations. It concludes with a call for continued work in this area.

Greenhill (GS)

2009

The present study assessed the experiences of males and female coaches
and administrators using a case study approach to determine the impact
organizational factors have on career pathways for female coaches.

Joseph (PM)

2022

The aim of this study was to partner with the BFCMP to collect qualitative
data on who participants are, what they have experienced in sport, and
what the program has offered them. We were also interested in their
suggestions for improving sport in terms of women and girls participation,
racial representation, program adherence, as well as leadership
involvement more broadly..

Kamphoff (PM)

2010

Therefore, the central aim of this study was to better understand how the
experiences of former female coaches and their decision to terminate their
careers were shaped by the patriarchal nature of U.S. collegiate sport.

Kilty (GS)

2006

The purpose of this article is to review the challenges that women coaches
must overcome and to discuss coach education strategies for facilitating
the development of women coaches.

Kubayi (PM)

2020

The current work aimed to systematically develop and rigorously assess a
Barriers to Sports Coaching Questionnaire for Women (BSCQW) via two
independent but related studies. The purpose of study one was to assess
the content and face validity of the BSCQW. Study two aimed to determine
the factorial composition of the BSCQW using principal component
analysis (PCA).

Kubayi (GS)

2017

What are the major constraints encountered by female coaches?
Are there any significant differences among female coaches regarding
self-perceived constraints based on their coaching experience?

LaVoi (GS)

2012

The overarching goal of this paper is to synthesize and summarize in
model form the multitude of research on female coaches conducted over
three decades. We seek to highlight both the complex and
multidimensional barriers that affect, impede or prevent females from
seeking or remaining in coaching positions, and the factors that help make
coaching easier for females and facilitate career advancement and
retention.

LaVoi (GS)

2019

Editorial Special Issue

Moran-Miller
(GS)

20M

The primary purpose of this study was to test a mediated paths model to
investigate predictors of coaching interests (see Figure 1). Consistent with
SCCT, we hypothesized that (a) participants with greater exposure to
female coaching role models and fewer perceived barriers (working hours,
perceived discrimination) would report greater coaching self-efficacy; (b)
participants with higher levels of coaching self-efficacy would report
higher levels of coaching outcome expectations; and (c) participants with
higher levels of coaching self-efficacy and coaching outcome
expectations would be more interested in a coaching career. A secondary
purpose of the study was to examine whether differences in sport or




division level affected the measured variables. These analyses are
exploratory, given the limited empirical support for this research question.

Norman (PM)

2010

This study examined how master female coaches based in the United
Kingdom experienced relations with men within their profession.

Norman (GS)

2008

This paper engages with feminist cultural studies to illustrate how a cultural
analysis of the coaching structure can contribute to our understanding of
the underrepresentation of women in high performance coaching roles.

Norman (GS)

2012

The purpose of this study was to explore strategies for the development of
aspiring female coaches based on the ideas of existing high-performance
female coaches.

Norman (GS)

2018

The purpose of this study was to explore what particular areas of
organizational cultures facilitate the development and progression of
women as football coaches and coach developers.

Siegele (GS)

2020

Focusing on a single sport such as swimming may provide some nuance or
differentiation into the phenomenon of underrepresentation of women in
college coaching. With a relatively equal representation of male and
female athletes in collegiate swimming, as well as the training environment
often being a shared gender space, the environment is contextually
different from other collegiate sports. Therefore, the sexism experienced by
female coaches in swimming may be more or less pronounced or
demonstrated differently than other sports.

Walker (GS)

20M

What are the experiences of women coaching men’s college basketball
and how have these experiences affected their perceptions of women
coaching men? As we investigate the elements surrounding the
phenomenon, we will aim to explain to what extent female college coaches
acknowledge this as a phenomenon, how female basketball coaches
interpret the lack of women coaching in men’s college basketball, and
what female coaches see as the determinants and outcomes of this
phenomenon.

Wasend (GS)

2019

This study focuses on two research questions: (1) Are female collegiate
Division-I basketball players who are coached by female head coaches
more likely to enter the coaching profession than athletes who are
coached by men? And; (2) If female basketball players do enter coaching,
are those who were coached by women more likely to persist in coaching?

PM = Pubmed; SL = SprinkerLink; GS = Google Scholar
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This guide focuses specifically on women in coaching, and provides nine specific elements for consideration. As
in Guide 1, these are structured around the Youth Sport Compass.

Focus on empowering female coaches - Research shows some women coaches have low perceived confidence
and competence, and generally believe they are not qualified for the position, even when they possess a high
degree of athletic and coaching capital.

Provide clear pathways for development - Visible, clear and credible pathways for progression and a strong
learning culture within an organization is recommended for female coaches to progress.

Offer support and remove barriers — Appropriate support from any social agent appears to facilitate a woman's
coaching career. Specifically, developing a sense of relatedness with coaching colleagues is positively received.

Use role-models - Existing stereotypes can be very difficult for women in sport to overcome. As such it is
important to demonstrate positive female role models within the sporting context that can inspire women to
become and stay as a coach

Support relationships and networks — Female coaches indicate that having an (in)formal network of other female
coaches helped many persist in their career.

Provide mentoring programs - Mentoring programs can be a strong tool to develop and empower all coaches, but
research suggests this is particularly important for female coaches.

Help administrators to understand female coaches’ needs - Many sport and physical activity contexts have been
traditionally dominated by men, and therefore a more masculine culture has developed over time. Athletic
administrators are very important in supporting female coaches and understanding their needs.

Create a positive and inclusive environment - Unsurprisingly, women like to as though they are treated as equal.
Unfortunately, exposure to discrimination, harassment, gender bias, homophobia, stress, pressure to perform,
and the constant scrutiny that comes with coaching cause many women to burn out and quit the profession.

Resist biases and stereotyping - Women in coaching are often met with stubborn stereotypes about their
suitability and confidence to coach. Understanding and challenging these stereotypes is crucial in support
women to become and stay in coaching.
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Esta guia se centra especificamente en las mujeres entrenadoras y ofrece nueve elementos especificos para su
consideracién. Al igual que en la Guia 1, estdn estructurados en torno a la Brijula del Deporte Juvenil.

Centrarse en el empoderamiento de las mujeres entrenadoras - Las investigaciones muestran que algunas mujeres
entrenadoras tienen una baja percepcién de confianza y competencia, y generalmente creen que no estén cualificadas para
el puesto, incluso cuando poseen un alto grado de capital atlético y de entrenamiento.

Proporcionar vias claras de desarrollo - Para que las mujeres entrenadoras progresen, es recomendable que las vias de
progresién sean visibles, claras y creibles, y que exista una sélida cultura de aprendizaje dentro de la organizacién.

Ofrecer apoyo y eliminar barreras - Un apoyo adecuado por parte de cualquier agente social parece facilitar la carrera
como entrenadora de una mujer. Especificamente, desarrollar un sentido de relacién con los colegas entrenadores es recibido
positivamente.

Los estereotipos existentes pueden ser muy dificiles de superar para las mujeres en el deporte. Por ello, es importante mostrar
modelos femeninos positivos dentro del contexto deportivo que puedan inspirar a las mujeres a convertirse en entrenadoras y
a seguir siéndolo.

Relaciones y redes de apoyo - Las entrenadoras indican que tener una red (in)formal de otras entrenadoras ayudé a muchas
a persistir en su carrera.

Proporcionar programas de tutoria — Los programas de tutoria pueden ser una herramienta fuerte para desarrollar y
empoderar a todos los entrenadores, pero la investigacién sugiere que esto es particularmente importante para las
entrenadoras.

Ayudar a los administradores a comprender las necesidades de las entrenadoras - Muchos contextos deportivos y de
actividad fisica han estado tradicionalmente dominados por los hombres y, por tanto, con el tiempo se ha desarrollado una
cultura més masculina. Los administradores deportivos son muy importantes para apoyar a las entrenadoras y comprender
sus necesidades.

Crear un entorno positivo e integrador - Como es légico, a las mujeres les gusta sentirse tratadas como iguales. Por
desgracia, la exposicién a la discriminacién, el acoso, los prejuicios sexistas, la homofobia, el estrés, la presién para rendir y
el escrutinio constante que conlleva el entrenamiento hacen que muchas mujeres se agoten y abandonen la profesién.

Resistirse a los prejuicios y los estereotipos - Las mujeres que ejercen el coaching suelen enfrentarse a estereotipos
obstinados sobre su idoneidad y confianza para entrenar. Comprender y cuestionar estos estereotipos es crucial para ayudar
a las mujeres a dedicarse al coaching y a permanecer en él.
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Ce guide se concentre spécifiquement sur les femmes dans I'entrainement et fournit neuf éléments spécifiques a prendre en
considération. Comme dans le guide 1, ces éléments sont structurés autour de la boussole du sport pour la jeunesse.

Mettre I'accent sur l'autonomisation des entraineurs féminins - La recherche montre que certaines entraineuses ont une faible
perception de leur confiance et de leurs compétences, et pensent généralement qu'elles ne sont pas qualifiées pour le poste,
méme si elles possedent un capital athlétique et d'entrainement élevé.

Fournir des voies de développement claires — Des voies de progression visibles, claires et crédibles et une forte culture de
I'apprentissage au sein d'une organisation sont recommandées pour que les entraineurs féminins progressent.

Offrir un soutien et supprimer les obstacles - Un soutien approprié de la part de tout agent social semble faciliter la carriere
de coach d'une femme. Plus précisément, le développement d'un sentiment de parenté avec les collegues entraineurs est
percu positivement.

Utiliser des modeéles - Les stéréotypes existants peuvent étre trés difficiles @ surmonter pour les femmes dans le sport. Il est
donc important de présenter des modeles féminins positifs dans le contexte sportif, qui peuvent inciter les femmes a devenir
entraineuses et a le rester.

Relations et réseaux de soutien - Les entraineuses indiquent que le fait de disposer d'un réseau (in)formel d'autres
entraineuses a aidé nombre d'entre elles a poursuivre leur carriére.

Offrir des programmes de mentorat - Les programmes de mentorat peuvent étre un outil efficace pour développer et
responsabiliser tous les entraineurs, mais la recherche suggere que cela est particulierement important pour les entraineurs
féminins

Aider les administrateurs & comprendre les besoins des entraineurs féminins - De nombreux contextes de sport et d'activité
physique ont été traditionnellement dominés par les hommes, et une culture plus masculine s'est donc développée au fil du
temps. Les administrateurs sportifs sont trés importants pour soutenir les entraineurs féminins et comprendre leurs besoins.

Créer un environnement positif et inclusif - Comme on peut s'y attendre, les femmes aiment avoir I'impression d'étre traitées
sur un pied d'égalité. Malheureusement, I'exposition a la discrimination, au harcélement, aux préjugés sexistes, a
I'homophobie, au stress, a la

pression de la performance et a I'examen constant qui accompagne le métier d'entraineur poussent de nombreuses femmes a
s'épuiser et a quitter la profession.

Résister aux préjugés et aux stéréotypes - Les femmes qui travaillent dans le domaine du coaching sont souvent confrontées a
des stéréotypes tenaces concernant leur aptitude et leur confiance en elles. Il est essentiel de comprendre et de remettre en
question ces stéréotypes pour aider les femmes a devenir coachs et a le rester.
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Dieser Leitfaden konzentriert sich speziell auf Frauen als Trainerinnen und bietet neun spezifische Elemente, die zu
beriicksichtigen sind. Wie in Leitfaden 1 sind diese um den Jugendsportkompass herum strukturiert.

Fokus auf die Starkung von weiblichen Trainern - Untersuchungen zeigen, dass einige weibliche Trainer wenig Selbstvertrauen
und Kompetenz haben und im Allgemeinen glauben, dass sie fiir die Position nicht qualifiziert sind, selbst wenn sie ein hohes
MaB an sportlichem und trainingsbezogenem Kapital besitzen.

Klare Entwicklungsméglichkeiten - Sichtbare, klare und glaubwiirdige Aufstiegsméglichkeiten und eine starke Lernkultur
innerhalb einer Organisation werden empfohlen, damit weibliche Trainerinnen Fortschritte machen kénnen.

Unterstiitzung anbieten und Hindernisse beseitigen - Angemessene Unterstiitzung durch einen sozialen Akteur scheint die
Coaching-Karriere einer Frau zu erleichtern. Vor allem die Entwicklung eines Gefiihls der Verbundenheit mit Coaching-
Kollegen wird positiv aufgenommen.

Nutzen Sie Vorbilder - Bestehende Stereotypen kénnen fiir Frauen im Sport sehr schwer zu tiberwinden sein. Daher ist es
wichtig, positive weibliche Vorbilder im sportlichen Kontext aufzuzeigen, die Frauen dazu inspirieren kénnen, Trainerin zu
werden und zu bleibenh

Unterstiitzende Beziehungen und Netzwerke - Trainerinnen geben an, dass ein (in)formelles Netzwerk von anderen weiblichen
Trainern vielen geholfen hat, in ihrer Karriere zu bestehen.

Mentoring-Programme anbieten — Mentoring-Programme kdnnen ein starkes Instrument zur Entwicklung und Starkung aller
Trainer sein, aber Untersuchungen zeigen, dass dies fiir weibliche Trainer besonders wichtig ist.

Hilfe fiir die Verwaltung, um die Bediirfnisse von Trainerinnen zu verstehen - Viele Sport- und Bewegungsbereiche werden
traditionell von Mannern dominiert, so dass sich im Laufe der Zeit eine eher mannliche Kultur entwickelt hat.
Sportadministratoren sind sehr wichtig, um Trainerinnen zu unterstiitzen und ihre Bediirfnisse zu verstehen.

Schaffen Sie ein positives und integratives Umfeld - Es iiberrascht nicht, dass Frauen sich gerne als gleichberechtigt
behandelt fiihlen. Leider fiihren Diskriminierung, Belastigung, geschlechtsspezifische Vorurteile, Homophobie, Stress,
Leistungsdruck und die standige Kontrolle, die mit dem Coaching einhergeht, dazu, dass viele Frauen ausbrennen und den
Beruf aufgeben.

Widerstehen Sie Vorurteilen und Stereotypen - Frauen im Coaching werden oft mit hartnackigen Stereotypen tiber ihre
Eignung und ihr Selbstvertrauen als Coach konfrontiert. Diese Stereotypen zu verstehen und zu hinterfragen ist entscheidend,
um Frauen dabei zu unterstiitzen, im Coaching tatig zu werden und zu bleiben.
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Deze gids richt zich specifiek op vrouwen in coaching en biedt negen specifieke elementen ter overweging. Net als in
Handleiding 1 zijn deze gestructureerd rond het Jeugdsportkompas.

Focus op empowerment van vrouwelijke coaches — Onderzoek toont aan dat sommige vrouwelijke coaches weinig
zelfvertrouwen en competentie hebben en over het algemeen denken dat ze niet gekwalificeerd zijn voor de functie, zelfs als
ze een hoge mate van atletisch en coachingskapitaal bezitten.

Zorg voor duidelijke ontwikkelingspaden - Zichtbare, duidelijke en geloofwaardige ontwikkelingspaden en een sterke
leercultuur binnen een organisatie zijn aanbevolen voor vrouwelijke coaches om vooruitgang te boeken.

Ondersteuning bieden en barriéres wegnemen - Passende ondersteuning door een sociale agent lijkt de coachingcarriere van
een vrouw te vergemakkelijken. Met name het ontwikkelen van een gevoel van verwantschap met coachende collega's wordt
positief ontvangen.

Gebruik rolmodellen - Bestaande stereotypen kunnen voor vrouwen in de sport erg moeilijk te doorbreken zijn. Daarom is het
belangrijk om positieve vrouwelijke rolmodellen te laten zien binnen de sportcontext die vrouwen kunnen inspireren om coach
te worden en te blijven

Ondersteunende relaties en netwerken — Vrouwelijke coaches geven aan dat het hebben van een (in)formeel netwerk van
andere vrouwelijke coaches velen hielp vol te houden in hun carriere.

Zorg voor mentorprogramma's - Mentorprogramma's kunnen een sterk hulpmiddel zijn om alle coaches te ontwikkelen en
sterker te maken, maar uit onderzoek blijkt dat dit vooral belangrijk is voor vrouwelijke coaches.

Sportbestuurders helpen de behoeften van vrouwelijke coaches te begrijpen - Veel sport- en bewegingscontexten worden van
oudsher gedomineerd door mannen en daardoor heef? zich in de loop der tijd een meer mannelijke cultuur ontwikkeld.
Sportbestuurders zijn erg belangrijk bij het ondersteunen van vrouwelijke coaches en het begrijpen van hun behoeften.

Creéer een positieve en inclusieve omgeving - Het zal niemand verbazen dat vrouwen graag het gevoel hebben dat ze als
gelijke worden behandeld. Helaas zorgen blootstelling aan discriminatie, pesterijen, gendervooroordelen, homofobie, stress,
druk om te presteren en

de constante controle die bij coaching komt kijken ervoor dat veel vrouwen een burn-out krijgen en stoppen met het vak.

Weersta vooroordelen en stereotypen - Vrouwen in coaching worden vaak geconfronteerd met hardnekkige stereotypen over
hun geschiktheid en vertrouwen om te coachen. Het begrijpen en bestrijden van deze stereotypen is van cruciaal belang om
vrouwen te ondersteunen om coach te worden en te blijven.

.+, | Co-funded by
*...* | the European Union




I
Q\G R‘&

(<]
< -
o
o

-

O |

o
(]
a
(2]

$
7410 ¥

270

Ez az Gtmutaté kifejezetten az edzéi palydn dolgozé nékre 6sszpontosit, és kilenc egyedi elvet mutat be megfontolésra.
Az 1. itmutatéhoz hasonléan ezek is az Youth Sport Compass koré épiilnek.

A néi edzék helyzetének megerdsitésére valé 6sszpontositas — Kutatdsok azt mutatjak, hogy vannak olyan néi edzék,
akiknek alacsony az 6nbizalma és az dltaluk gondolt kompetencidia, és altalaban tigy gondoljak, hogy nem

20

alkalmasak a pozicié betsltésére, még akkor sem, ha nagyfoki sportoléi és edz8i tuddssal rendelkeznek.

Egyértelm(i fejlédési lehetéségek biztositdsa - A néi edzék szdméra ajanlott a lathatd, egyértelmii és hiteles fejlédési
lehetéségek, valamint a szervezeten beliili erés tanulasi kultira biztositasa.

Témogatds biztositdsa és az akadélyok elhdritdsa - Ugy tiinik, hogy a megfelelé tamogatés béarmely tarsadalmi
szereplé részérél megkénnyiti a nék edzéi karrierjét. Pontosabban, az edzéi palyéan dolgozé kollégakkal valé
kapcsolattartas érzésének kialakitdsa pozitiv fogadtatasban részesiil.

Haszndljon példaképeket - A meglévé sztereotipidkat nagyon nehéz lehet lekiizdeni a sportban dolgozé nék szaméra.

Ezért fontos, hogy a sportkérnyezetben olyan pozitiv ndi példaképeket mutassunk be, akik inspiradlhatjak a néket arra,
hogy edzévé vdljanak és edzéként dolgozzanak tovdabb.

200

Kapcsolatok és halézatok tamogatéasa — A néi edzék jelezték, hogy més néi edzékbdl allé (in)formadlis halézat sokuknak
segitett a karrierjiikben valé kitartasban.

Mentorprogramok biztositdsa — A mentorprogramok erés eszkézei lehetnek az edzék fejlesztésének és szerepiik

megerdsitésének, és kutatasok szerint ez kiilonésen fontos a néi edzék szamadra.

Segitsen az irdnyitéknak megérteni a ni edzék igényeit — Szamos sport- és fizikai aktivitas teriileten hagyoményosan
a férfiak domindlinak, és ezért idével egy inkdbb férfias kultira alakult ki. A sportvezetéknek nagyon fontos szerepe
van a ndi edz6k tdmogatdsaban és igényeik megértésében.

Pozitiv és befogadé légkér kialakitdsa - Nem meglepd, hogy a nék szeretik, ha egyenranguként kezelik ket. Sajnos a
diszkriminéaciénak, zaklatdsnak, nemi elSitéleteknek, homofébidnak, stressznek, teljesitménykényszernek és az
edzéskédéssel jaré allandé megfigyelés miatt sok né kiég és otthagyja edzéi szakmdjat.

Alljon ellen az eléitéleteknek és a sztereotipidknak - Az edzéi palyén dolgozé nék gyakran talélkoznak azzal a
berégzddott sztereotipidval, hogy mennyire alkalmasak és magabiztosak az edzdskédésre. Ezeknek a sztereotipidknak
a megértése és megkérdéjelezése kulcsfontossagi a nék tdmogatdsa szempontjabdl, hogy edzékké valjanak és abban

is maradjanak.
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Siame vadove daugiausia démesio skiriama moterims treneréms ir pateikiami devyni konkretiis elementai, j
kuriuos reikia atsizvelgti. Kaip ir 1 vadove, jie suskirstyti pagal Jaunimo sporto kompasa.

Démesys treneriy motery jgalinimui. Tyrimai rodo, kad kai kurios moterys trenerés per mazai pasitiki savimi ir
savo profesine kompetencija, mano, kad néra pakankamai kvalifikuotos efti Sias pareigas, net jei turi daug
sportinés ir treniravimo patirties.

Uztikrinti aiskius tobuléjimo kelius. Kad moterys trenerés galéty tobuléti, rekomenduojama uztikrinti matomus,
aiskius ir patikimus tobuléjimo kelius bei stiprig mokymosi kultarqg organizacijoje.

Sialyti paramq ir Salinti kliatis. Tinkama bet kurio socialinio subjekto parama palengvina moters trenerés karjerg.
Ypaé teigiamai vertinamas giminystés jausmo karimas su kolegomis treneriais..

Naudoti vaidmeny modeliais. Vyraujantys stereotipai sporte moterims yra sunkiai jveikiami. Todél svarbu
parodyti teigiamus motery vaidmeny modelius sporte, kurie gali jkvépti moteris tapfi ir likti trenerémis.

Paramos rysiai ir tinklai. Trenerés nurodé, kad egzistuojant (ne)oficialiems treneriy motery tinklams, jy patirtis
daugeliui padéjo islikti karjeroje.

Mentorystés programos. Sios programos gali bati veiksminga priemoné, padedanti ugdyti ir jgalinti visus
trenerius, taéiau tyrimai rodo, kad tai ypaé svarbu moterims treneréms.

Padéti administratoriams suprasti motery treneriy poreikius. Daugelyje sporto ir fizinio aktyvumo sriciy
tradiciSkai dominuoja vyrai, todél ilgainiui susiformavo labiau vyriska kultara. Sporto administratoriams ftin
svarbu remti moteris treneres ir suprasti jy poreikius.

Nestebina, kad moterims patinka, kai su jomis elgiamasi kaip su lygiavertémis. Deja, susidarusios su
diskriminacija, priekabiavimu, lyéiy saliSkumu, homofobija, stresu, spaudimu siekti gery rezultaty ir nuolatine
kontrole, kuri lydi trenerio darbg, daugelis motery perdega ir palieka Siq profesiiq.

Priesintis iSankstinéms nuostatoms ir stereotipams. Moterys trenerés daznai susiduria su jsisenéjusiais
stereotipais apie jy tinkamumgq dirbti trenerémis ir pasitikéjimq savimi. Siy stereotipy supratimas ir
kvestionavimas yra labai svarbus remiant moteris, kad jos tapty trenerémis ir likty jomis dirbti.
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